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I. The Necessity snd the Superior Character of the Duty-Performance

. o D © - =] o
Wage System o v o i o
- L o}
a e o

(1) The necessity of this system.o In an industrial-enter-,
prise, the higher offlc!als who give direction to the other workers,

the engfueers, the techniciensg, ‘and the administretive pcrsonnel

o ° <]

(rereafter they are ali cslled the tachnical and(gdministr%tive s

o

functionaries), are the ones charyed with theclmpo%tant dutles’

Q

o v o)
related to the organizationsl, technical, and the economic sides
Q

(o]

"of production. The functions of these people in }%e processes of
o

préductlon are to direct, to plan, to organize, to supgrvise, to

o]

collect statistical data, to audit, to furnish technical guidance
to the workers, etc.- khether or not an industrial enterp?!se can
carry out all the quotas as set up in the nat {ona’ plancdepends
to a large. extent on the siill of the technical encd the adminlstra-
tivg personnel {n managing the productlve ente;prisg. -It depends
upon their knowledge and exﬁerience. it depends upon thelr creative-
ness;;pd upon thelr positive effo?ts. For this reason any accurate
systemizat {ion of the wage payments tf_t@e Qechﬁical and administra-
tive functi{onaries heas ;~very lmportaat meaning.

vhen the wages of the technicel and the administrative
workers are to be regularfzed Into a system, ghese wages, 1ike the
wvages of the ordinary worke;s, should bé”determined on the bas{s
of the kinds of duties to be c;rried out by such workers. But,

3

because of the specific nature of their dutfes, their wage systen
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must have a specific form. This specific nature of the work of
the technical and sdministrative personnel i{s readily manifested
in the following two aspects.

1. The varied nature and the complicated character of the
work of the technfcal and the administrative functionarifes. The
nature of the different kinds of work taken up by the technical and
the administrative personnel is really like the old Chinese adage
sayst "There are the 360 kinds of occupations," meaning thereby a
great variety of them. The kinds are many. The contents of esch
are complicated. In order to take up the different kinds of duties,
a gresat variety of knowledge and skills will be required for these
tasks. Because of this, the way for the determination of .e’,.
payments to the technical and the administrative personnel will nc:
be like that which is used for the determination of the wages of the
ordinary workers., Nemely, the wages for the technical and admini-
strative personnel will not be on the basis of grades. This cannot
be done, becmsuse a simple schedule table of wages according to the
grading system of the daily lsborers will in no way reflect the

required
difference in the amount of labor'in the different kinds of dutles
performed by these workers. These duties are not at all the same
in nature.

2. 1In general no speciffc and direct indicator can be
gathered from the quantitative and qualitative character of the
work done by the technical and administrative personrel. For
instance ve will find it very difficult to set up a certain quota
for the planners of an Industry or for the directing functionaries
of it to carry ocut. (Of course it is feesible to set up & goal for
the progress of work along & certain definite line.) And, If such

a specific indicator could be gathered from the quantitative or

- 2 -
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qualitative side of the work done by this higher echelon of the
personnel in the enterprise, then it should be the one which would
imply the fact that there was quslitative enhancement in technology
and economy of the work in the plant i{n general or in the working
roass in particular. This would neces=ar{ly be so because the
accomplishment {n the work of the technical and the administrative
functionaries i= largely equated with the condition in which the
whole aroup of workers whom they direct and guide or with whom they
work would be eble to fulfill the quota of work planned out for
them. We can not arbitrarily fix up any direct quantitative relation-
ship as the cause snd effect between the amount cof labor consumed
and recampense pald for such effort spent by the technical ard
edministrative workers. For this reason the kind of work done by
most of the technical and the administrative personnel can not be
reimbursed exactly in temmsof the amount ¢f work done (such as in
the case of map making, calculation, typing, etc done by some
workers).

Therefore 8 kind of specific wage system must be worked out
for the technical ard the edmin!strative personnel whose work 1s
different in nature from that of the common workers. Thig kind of
specific wege system must be able to reflect upon the nature, the
scope, the importance, the mmount of responsibility involved in it,
and the necessary degree of knowledge, experience, and capsbility
required for the place of work to be performed by each and every
one of the technical and administrative personnel.

(2) The superior character of the duty-performance wage
system. The rich experience derived by Soviet Russia in the work
of instituting some kind of wage system for the different kinds of

work done has already developed into being such a desired system,

- 3.
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out by the workers. Under this vocation wage syste=m. differential

wage levels mare set up for the different kinds of duties perfomed
by the technical and the administrative functionaries. Whatever
duty one takes up in the work of production, one is paid according
to it.

The advanced experience of Soviet Russia and the practical
work In the seme direction done by some of the enterprises in China
bear out the point that the duty-performance wage system, aside from
fulfilling the principle of rewarding the technical and the admini-
atrative workers according to the kind of work done, also has the
following effects.

1. It forwards the fulfillment of the system of individual
responsibi{iity. When the duties and responsibilities of the workers
are not clearly defined, and when their duty and official titles
ore not made concrete and uniform, then the duty-performance wage
system or the system based on duties performed cannot be worked out.
In order to put {nto practice the duty-perfomance wage system, it
{s necessary to take one step further to strengthen the system of
individual responsibility. The confusion in the division of labor
in terms of the different kinds of duties, snd the situation that
no one 1s responsible for sny specific duty, should be promptly
corrected. In this way the duty-perfomance wvage system will help
to promote the completion of the system of individusl responsibility.

2. Strengthening the msnagement of making plang for the pay-
ment of werkers. In order to carry ocut & wage system sccording to
the dutles of the workers ccncerned, each enterprise must work out
s detuiled orgunizational table of all of its empluyecs. In this

table, not only the number of its technical and edministratlive
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empioyees wiii o¢ gevermineu py wux need of each and every specific
duty. Theiy titles must also be clearly indicated in this table.
For instance, In order to effectuate the practice of the duty-
performance wage system, the number of engineers chnnot be given
in only & general total, When their duties are to be tabulsted in
the table, it {s necesssry to state what kind of engineers they
are. Are they engineers for planning or for work in the fleld?
Are they steel refining engineers or are they engineers {or the
steel rollino millis? This kind of concrete grouping will erhance
the accuracy in labor planning. This will make it easier to allot
cadre workers for each Job and hence easfer alsoc to prepare enough
cadres for the kind of work to be done. Meanwhile the wages plan
for the technical and the administrative personnel as recorded in
this organizational table of the number &nd kind of employees will
be closer to what the real situation i{s, and thus there will be
better control and use than othervise of the fund set aside for
wage payment.

3., It will promote better adjustment and placing of cadre
workers on right jobs. In order to effectuste the practice of the
duty-performsnce wage system, the different kinds of work and the
different kinds of processes in it must he definitely and concreteiy
divided and named accordingly. The scope of responsibility falling
upon each worker will also be defined. Hence differential wages will
be set up for the various kinds of dutles to be performed. Therefore,
a comprehensive table of wage scales sccording to such duties in
question will be laid out and it will in reality establish a quali-
tative standard for the appointment of a certain required number

of cadre workers for 8 certair department {n the enterprise. it the
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same time {t will also emphmsize the necessity of weighing the
fitness or unfitness of the working quality of those appointed
for such wo:k In that particuler department. Similarly it will
clarify the fact that a worker is worthy a certain wage even {f
he is not given a certain Job. In thls way the deplorable detail-
ing of cadre workers to different duties {rrespective of their
technical qualification end skill will be held In check,

L. This will induce the technical personnel to make the
best of their opportunity to Improve their skill and hence the
level af their work. It is the regulation of the system of wege
payment according to the kind of duty performed to have higher pay
for higher level Jobs, Thus "the m~re important the duty i{s, the
higher the wage payment will be." This principle serves well asg
sn Incentive to encourage the workers to progress, They will be
encoursged to learn more, and study more about production policies,
productive trade, and technical skills. Thus they will strive to
be better prepared for more important duties. So the wage system
based on the kinds of duties to be performed iz really a powerful
lever which will help to improve the woriting quality of technical
and adninistrative personnel.

From this it i1a seen that the wage system on the basis of
the duty to be carried out by the worker or on the workter's own
duty-performances has i{ts essential superior cheracteristics.

The main defect in the present wage system for thzs technical
and administrative personnel of most of the enterprises In Chins
{s that the wage standard for such specific groups of workers {s
set up according to a general classification for &ll of ther.. There
is no differential payment for the differences between specific

Jobs. So the wage payrment in relet{on tc the characteristics of

-5 =
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the specific duties concern2d are not viewed together as a wvhole.
Therefore the demarcation between the principal and the subordinate
duties {s vague. To & certain extent this affects the spirit of
the technical and administrative workers In using thelr creative
energy and their positive effort in productfion. On account of sll
this teo introduce the practice of the duty-performance wage system
is one of the very [mportant steps on the way to the improvement «f

production management in the different enterprises.

II. The Principles on Which the Duty-Performanc: Wage System Will Be

Based

The fundamental principle to be laid forth for the duty-
performance wage system {3 thet "the recompense of the workers {s
to be given according to labor put into the piece of work concerned.®
With 8 view to adapting this particular wege system to the qualific-
ations of the technical and administrative workers, the following
pointg must be taken into considerstion in the process of forming
8 wage system as such.

(1) The position and mesning of each and every industrial
unit {n the Chinese econommy. The basis of industrialization of a
country i{s {ts heavy Industry. This heavy industry bears a determin-
ing effect on the development of the national economy. Becauge of
this fact, the wages paid for work {n heavy industry should be hlgher
than those paid out in light Industry in general. Among all the
heavy industries, the metallurgical, coal mining, and the petroleum
industry sre the most lmportant ones and are the most fundamental.
Therefore in these industries corparstively higher wage levels should
be devised for the work. The reason for this is not only because
these departments of production can and do exercise their guiding

effect {n the whole national economy, but it {s alsoc becruse of the
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{acs that t.. - .~ mUSt POSSess ® Comparmc.ve., il ler

level of t ~hi... | knowiedge and & more sdvanced degree nf s«il}

for thefir work. At the same time the conditinns for thelr wor<

are also comparatively more complicated and specific {n nature,
Under the duty-performance wage system, the c!fference {n

the wages for the different kinds of duties (n the different «inds

of enterprises 1s established with reference to the various maxirum

and minimm wage levels of the various kinds of wor* in the enter-

o o0

rises. ° o o ©
P

o

(2) The nnt.ut;e, scope, and volme of production of the

enterprise in :ruestim. Within the sane Industry the entzrprise

©o

that proceeds ..o put out the more l.nportant kinds of products on
® larger scal . than the other fims car’ or that .can’ produce a grenter

total value in a certain period of time than the others,should have

o @ o

higher wage levels all around for the dutles perfomed by its workers.
Tre reason for this ls because. this enterprise is moz:e {mportant

in e total economy inm comparison with the other enterprises. It

(8]
o9

is also because the work In theifr business management is more

[ o o o

complicated and mere diff!cult than in the case of the other fimms.

o
o (s}

Within cne industrv the differentisls in the wages levels

[}

for . he. different Ainds of dutief of the-enterprises under the
duty-performance wage gystem are de:.ernincd by dividing all these
entery.ises of the seme Ilne into dlffercnt grades.

(3) The lmportlmce and the Inount of responslbllity of the
work s well as its complexity and degree of dlf‘flculty. when
dlffet’entill waga scnles are to be set up fox‘ the various kinds of
dutie within the same ent.erprise, this fnct.hor must be carefully
placel in purvies. The so-calledo important character of & kind of

duty in product! a refers to its influence or bearing on the

}
o 4]
L
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produciive gctivities of th; whole enterprise., It !5 true that
every part of the vork {n sn enterprise is Indispensable. But like
tnh case of a machine {n which thQ:e is the axi; anl the frgneVOrk
that besr the most vital relstionship with the fu;ctlon of the
vhole machine and there are the screws that have but 8 secondary
effect on the same machine's function, the dl{{er;nt parts of the
entire werk in a f{rm have gheir different results°in thz processes
of producticn., In an e;ter;rise the work in planning, technoloqy,
examination of sk!lls and organization of the productive factors
has its.deciding 1nf1uence on the ﬁroductiveoprocésses. Therefore
the  wages to be paid for these duties shouid be over and above the
rest, Hence the recampense for the personnel that takes a directlno
responsibility for the vork in the working room should also be on

o o @

8 higher level than that for those who are only assisting in such

o o a o o 4

Jot 5 as taken up by the h!gher echelon which {ssues orcers.
g °
The amount of’ responsibillty of each kind of duty {s directly
rei-ted to the scope of “work_ of such & duty. The manager of the

<] O °

ent. rprise or the superintendeq} of the ent{ré plant will have

the full responslbllit& for the whol€>ente5prise o; pla;tﬂ Naturally
.hi- responsibility is_nuch)gregﬂgr than°that of She ;hlef vhose task
f= ranfined only to the prodﬁCt!on wor& of thf vorkingoroam. ‘By the
se . token the chief of a working roqmohas a grther.;esponsihllity
th. « the assistant chief has; the chief overseer of labor in e
;ecticn of the whole prﬁducticn work of the enterprise than the
assistant overseer; and the heed of a vorking department than the
assistant head of it. For those duties that carry uﬁéh them greater
responsibi{lities, the wages shculd‘bc highef. Thus those who give

the directions fof work in the enterprise ought to receive grester

pay than these who are being directed by thenm.

O

- ¢ -
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The complex character of vork {s determmined by the kind of
technique needed for the work itself. It {s also determined by
the quality of knowledge cof the Worker concerned and by the degree
of skill needed for that duty. In case the kind of duty tesken up
by the technical personnel should require some advanced and profound
scientific learning or should require some reas-nably good sxill
for its perfomance, then the wages fixed for this duty shnuld be
more than others.

The degree of difficulty and exacting nature  of the wnrh do-
pends upon {te intensity Bnd the enviromment {n which that work !
being performed, The work for those who are responsible for
directing and guiding the general business in the whole plant is ‘
much more rigorous than that of the commen workers. The work
in the working rooms ls more exacting than the work to be done in
the administrative department. Therefore higher wages should he
made available for the kind of work that 13 more eicacting and more
difficult to do.

(l:) Others. At the time when the wace scale for the differ-
ent kinds of duties of a plant {s to be concrccely made ocut, there
must also be consideration given to the following points.

1. In repard to the limit of the wage fund wvhich an enter-
prise will have established and i{n regard to the level of the
aversge wvages for the general workers, the rules and regulstions
established by the nation on this sccount must be strictly observed.

2. A reasonable relationship among the different wage levels
for the different kinds of duties within a plant, especially between
the wrge levels of the technical personnel and the common productisn
waorkers, shouli! be worked out. For {f the wages for the technical
snd the administretive personnel are lower than the wages pal! ts

the vorders with medium skills, then this wiil prevent the m-re

- 10 -
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advanced worhers from being promoted to the rank of foreman or

technician.

11I. Procedures and Methods for Establishing a Wage Scale for the

Different Kinds of Duties

The teble for the names of the different kinds of dutles In
the enterprises of the nation and a scale nf the wages for these
different dutles will be determined by the national wages and
wage scale compilation commission of Ch!né.

(1) Differential wage levels to be established within an
industry. Here let us touch upon the ways of establishing & wage
scale-a’ccord!ng to the duties to be performed within mn Industry.

T.o establigh = wege scale according to the duties to be
cerried out in an enterprise, the following procedures can be
followed out for this end.

1., Divide the enterprises yi*.hin one industry into dlffer-
ent gmdés. From each grade a particular plant may be picked out_
as the standard. When these enterprises are to be graded the
faclLors discussed mbove must be taken into consideration. In
genersl the enterprises within the sa.ne 1ndust}_y can be divided
into 3 grades. The concrete conditions for gradino them must be
determined by the concrete conditions of the {ndustry being con-
sidered.

After the enterprises within that industry are graded as
desired, then a model enterprlsé must be called out from each
grade-. This will be done by observing thel greltest‘ number of
common characteristics of all of them i{n that grade. This step is
&8 necessary procedure for the ascertainment of wage relationships
among the units of the executive department and the working rooms

mmong the mein executive unit, the working roems, and the other

- 11 -
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execut ive units in general, and mmong the workers of the working
roams as 8 whole.

2. Put together all the names for the different kinds of
duties within one industry. An then arrange them ani unifv them.
Finally they should be classified, snd the scope and extent of
responsibility appertaining onto the main kinds of dutfes should
be defined and clesrly marked out. The kinds of dutles for the
technical and the executive personnel are manifold. And besides,
the same kind of duty may be cilled di{fferently in different enter-
prises. Fbr instance the keeper of records for production work is
also known in many enterﬁrises as the recorder of labor or the
primary recorder. Because of this, it is necessery to select first
some model enterprises for study snd then investigate them in detmii.
All relevant material concerning the scope of requnslbility of the
different kinds of duties in the enterprises are to be csllected,
and the titles of these duties will be set forth In cle;r-cut names.
Then the processes of rearranging. consclidating, and unifving of
these data will follow. Assjgning names té the variety of duties
or choosing new names for them should be done in a very concrete way.
The ldemsl names should be such that they will readily convey by a
mere glance to people the lmpllcatlon and nature of the duties
themselves. For instance in a machine factory the technical
personnel whose work Is to make technological plans for the work
can be very concretely divided iInto technological personnel for
casting, refining, metal cutting, etc. And then they will be so
named accordingly. Or again for Instance the accounting personnel
far finances may be divided into the cost accounting group, general

accountina group., bookkeepers, auditors, and pay clerks.

- 12 -
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The names of dutizs are toe many in kind. Therefore, if
at the time when 8 wage scale is to be made for all the Job positions
of the workers and an i{ndividual wage level formed for each and every
duty to be carried out, then this wage scale will be so complicated
and confused that it will be too chumsy. Thus the purpose of classify.
ing the different kinds of dutles is to simplify the contents of

this wage scale for the industri{al department. It is aléc to give

the indugtries the description of the different modes of work for

wvhich the wage scale decided upon should be followed in practice.

In classifying the different kinds of duties, the above

three factors must not be lost from sight. A classificat!én sample

is shown in Table I below.

TABLE I
SAMPLE ILLUSTRATION SHOWING WAGE RELATIONSHIP AMONG
. TECHNICAL AND ADMINISTRATIVE PERSONNEL, COMPILZED
BY THE UNITED IRON AND STEEL INDUSTRIES
ADMINISTRATION OFFICE
Kinds of Duties Wage Relatlonship

Kinds of
Grade A Grade B

Wage Rates .
Enterprises Enterprises
1/ rf fu/
Directing personnel on the man-
agenent level of a whole factory
1. Factory superintendent,
chief engineer 1 2.55~-3.00 1.82--2.15
2. Vice superintendent, assistant
to the factory superintendent,
vice chief engineer, chief englineers

for steel refining, steel roiling, and

for motive power generating 2 2.10--2.55 1.52..1.82

- 13 -
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/1/ /2/
Directing personnel on the depart-
ment level in & factory
1. Chiefs of the production
department, technical de- |
partnent; and the department
of technical examination 1
2. Chief of arrangement-making
for the Jepartments, chiefs of
the blanning department, project-
making departrient, department of labor
organization, departnent of supplies,
department of accounting, departmept
of safety measures, etc ’ 2
3. Department chiefs for industrial
education, the personnel depart-
ment, department of welfare, secre-
tarial department, etc 3
Technical and engineering personnel
1. Speciallfunctionaries on shlfts,;
who make arrangemnent for necessary
things of production work in
plant 1
2. Head engineer, functicnaries for
sett ing up work proJeéts. such as
steel rolling, machinery, electrical
spplisnces, plans, teshnical quota,
safety measures, technical examination,
technicel education, and general

suppllics 2

- 1l -

/3/

2.10--2,52

1 -7L--20 10

1.52-~1.82

1.L8--1.78

1.L5-~1.7L

L/

1.52--1.8¢C

1.540--1.65 "

3

1-31-"1 OLIS

1.28"-1 oh?

Sanitized Copy Approved for Release 2011/06/04 : CIA-RDP81-00280R001300190012-6

/57

- 1.32-1.52

-

1.20--1,38

1.,2C-=1.,32

.20, 07



Sanitized Copy Approved for Release 2011/06/04 : CIA-RDP81-00280R001300190012-6

/1/

3. Engineers

L. Higher technical personnel (to
nake estimates of quotas,
to orgenize labor, to examine
technical matters, to test
the equipment, to check the
product s made, to make plans,
and to devise safety measures).

5. Technical personnel (technical
personnel of all the other
departments).

Administrative personnel .

1. — Superintendent for the
geneni warehouse, cost account-
ents, workers on general statis-
tics for the entire plant and
economic workers

2. Chiefs of branch warehouses,
chief of office for records and
files, overseers of warehouses,
department statistical workers,

workers on drawings

Lak
.

Bookkeeners, peying and re-
ceiving clerks, sales workers,

wvorkers on time-recording

/2/

3

L

/3/
1.20--1.45

0.86~-1.10

0.66--0.86

0.86-=1.1C

0.66--0.86

0.62--0.72

/L/
1.10-=1.25

C-?eﬂ-loos

0.62--0,78

G.75-=1.00

0.62--0.78

0.6C--0.7C

Sanitized Copy Approved for Release 2011/06/04 : CIA-RDP81-00280R001300190012-6
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/1/ /2/ /3/
L. Debt collectors, workers on .

new designs, work records o ¢ -

a

- examiners, overseers for goods0
in being trensported, clerks o °

for recelving new acquisitions,
o [+]

packing and examining cloerks,
chief of general affaire,”

clerks for matters concernir.;, °

the welfare of life, and ge .~

o

eral affairs clerks S, o b 0.55--C.66 0.55--0.62

5. Telephone operator, typists,
receiving and ¢!-patching

clerks, mimeogra; y clerks,

copyists, end clerks for making

signs and posters s - 0.50--0.,60 0.50~-0.60

15/

Note: The kinds of depsrtments s&nd the names of the different

kinds »~f dutic e¢f the plants are not complete i{n the above table,
Whr. Is given here is only an example for {llustrating the general
wav of classifyling them.

I~ order to wnify the explanations for the different kinds
of nmzer for the variety of main duties In an enterprise, to make
sure the extent of responsibllity that esach kind of duty has, and
to bring out ¢ ~cretely the desired kind of division of labor, »
set of standar! rules and regulations can be enacted for these
duties a:d resp nsibilitfos invrlved therewith., This will previde
scorething for the enterprises to go by when they take step t- make
up thelr own = :les of wages for the different k{ndis cof dutics t.

he perfom. .

- lc -
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3. To determine the wage relationship among the various

kinds of duties. On this basis the maximum and the minimm wage
levels for eech itind of duty will be worked out. The wage relation-
ship amonc th. various kinds of duties is to be {ndicated through
the ratio betweer the monthly wage level of the higher wctker§ of
one kind of duty to be performed and the monthly wage level of
the ordinary productive workers in the same group. In the present
practice the highest wages of the ordinaery productive workers are
taken 8s the standsrd. But under the new system the purpose of
setting up the maxinum and minimum wage levels as discussed here
i= to make the kind of wages paid according to duties carried out.
This is for the realization of the principle that the laborer s
compensated according to the kind of labor he put Inte the work.
Furthermore, when this kind of proportional relaticnship is estab-
lished between the highest and the lowest wages of a group, the
work for making out a scale of wages for the whole group will be
simplified, Fur _hermore, If any adjustment i{s needed in the
future, it can @ very conveniently worked out st any time.

The reazc.: why a proportional reletionship between the maxi-
rum and minimiy wage levels of a group of workers should be set up
is because ther must be a higher and a lower limit for the wage |
range of esch ' .rd of work or duty tec be carried ocut. These two
limits In the w >le renge of weges of a group when actually
introduced into practice will have 2 effects. For one thing, when
the wage payment of & certain working hand is tc be appraised
there will be attention tc his working ability, experience,
educat {onsl attainment, years of work, etc. For another thing, {t
vill, vhen 8 wage scale for the varfous kinds of dut{eé to be

performed is to be set up, make this task of wage determination

- 17 -
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essier bv dividing such duties between the highest and the lowest
levels into more detailed brackets on the basis of concrete condi-
tions.

At the time vhen such wege relationships are to be ascertainecd
between the higher and the lower limits, the principles ment {oned
sbove likewlse must be taken into conslderstion. This difference
hetween the higher and the lower wage limits must not be ras_hly
determined unless the whole situation is thoroughly analysed, com-
pared, sythesized. and coordinated with the cthers. Because there
are differences In ihe gr;des of enterprifes of the same lndustq},
the reletionship of wages among these enterprises will ;lso be
different. The proportion of wege recci;)t.s in the wage level of
the people who are charged \;ith the direction and management of
the grade A enterprises will be over and above that In the wage !
level to be accorded to the workers of the enterprises in the other
orades, The share due for workers lt;ﬂle émde S: enterprises will
be smaller. The reason for thislis trumt gradz A enterprises &re run
on the large scale. The work of production {s comparstively more
complicated. Thus the demand on the personnel who give directions
for the plants is relatively more rigorous. Table I above is a
sample lllustration of this difference in wage relatl.onship of the
technical and the administrative workers of the plants under the
united iron and steel enterprises administrati{on office. {(The
numerical figures In this table are only fictitious. The highest
in each bracket of this table is cnly 1.00).

The max{mum and minimwm wage limits nf each group of woriers
are derived by using the wage payment of the highest grsde of worie-s
~f the group as the standard timed with the coefficlent of the

number of persons, This Is used to represent the wage relationship
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recelving group. The smount of wage paid to each worker according
to his labor spent on the job is expressed on @ noﬁthly vage pay-
ment basis. Technical and adm!n!stritiye personnel are @ll paid
by each month's wages. The change of the number of calendar days
in some of the months will not affect the emount of payment.

In order to make the projected wege relat!pnship comply
with the characteristics of the wages plan, & few draft coples
of the wage cases must be made out beforehand. Then.a calcula-
tion of the differential uageﬁ within cne group and among tﬁe
groups can be sttempted. With the materials collected on the
number of the technical and administrative personnel for the
different kinds of duties in all the enterprises end by the aver-
sge uages of a1l the kinds of wage levels for all the kinds of
dutfes performed (thatA{s, the asverage wage level between thé
maximun 8nd the minimum wage levels), calculation of the differ-
.ential wages within 8 group cen be worked out. Then the conclusion
can be taken s&s the final fo;m of £he differentisl wage scale for
all the different kinds of dutles to bé cnrrléd odt. However this
drafted wage scale nust conforﬁ tr the total quota of wage appropri-
atiens for the nation. Wwhen this selected draft of the sverage
differential wage§ is spproved bf‘the netion it becomes a system
ready to be given out to the different enterprises for practice.

(2) The differential wage level worked out on the basis
of an enterprise. The guiding organization, that fs, the organi-
zation that has acdministrative authority over the enterprises,
will distribute the enacted standards for the differential wage
system thus set out to all the enterprises. It will alsoc let the

industrial enterprises know the different classes of dutles that
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they are gslng to perform. In consequence of this, these enter-
prises will make up their own wege payment table according to such
duties as are set up and defined officially by this administrative
organizatiemn. The way to construct this table w{l] be the same as
that used to build up one for an industry as a whole. However the
individual plants will have more detafled divisinns smong the classes
of dutfes than an {ndustry as a whole will have,

First of all, Q concrete table of the number of workers
of t.he_organizatlon should be compiled. The number of workers
of each unit in the enterprise (such as a working room, & section
of a department, an office in the general affairs department, ete),
and the names of the different categories of duties ui_ll be care-
fully and thoroughly laid down in this table.

Then the scope and extent of the responsibl_llty of each
kind of duty as named in the table above will be more clearly and
surely defined. ‘

Thereafter, on the basis of the scope of responsibility of
each kind of duty, the principles brought ocut in the previous
connection will be placed in the perspective of discussion and
then the maximum and minimum wages for each kind of duty to be
performed will be esteblished. Thus the highest and the lowest
wages for each category of duties are to be determined accerding
to the maximum and minimum limits of such weges mas set forth in
the standard scale by the guiding organization, such as the united
{ron and steel Industries administrstive office mentioned above.

For the sake of convenience In appraising the wages of each
and every worker, there may be 2 or 3 divisions made {n form of
percentages of the entire range between the meximum and the minimug

wvaqe level ~f each kind of duties. In this wav, when the wage

~y
-3
1
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payment of certaln worker i{s to be determined, it can be determined

realistically according to his abllity, his experience, his education.
end his years of work., A differential level can thus be made. This
differential {s necessary, because each worker's qualif!catién.!n .
ability, experience, and educational backgromd is not the same, and
hence hls contribution of worit will also be different. When a -
differential recompense {s given to one who is more cspable in his
work, more tested in experience, more advanced in technical education,
and has been assoclated for a longer time with this kind of teqhnial
Job, it will encourage this worker all sround to improve his own
cultural, professional, and technical standirds, He will be more
than glad to become @ master of his.oun trade. For instance, when
the salaryAfor an accounting worker is set at 75-88 yuan, then an
additional division can be inserted In there as Bl yuan. and the’vhole
scale will be 75-81-88 yuan. . | ’

(3) . Two assoclated idess cen here be brought cut conveniently.

1. Scme people tend to think.that wages pzid eccording to
vork cone means "just ocne kind of wage level for one kind of Job."
This is not true. If it really means "just one kind of wage level “
for one kind of job," then it will result that the workers with
fewer yesrs {n the industry and a lower technical level will draw
the same kind of salary as those who are much Qore advanced in their
qualifications because the Job is the same. If this i{s the case,
nothing would be further from the principle that ".recmzpense will
be given out according to the kind of laber put int- the work."

2. Same perple take issue with the {dea that more divisions
should be made within the limit of the higher and the lower wage
levels for e;ch category of dutfes. They hold it to be an attempt

to "create more small classes,™ and an attempt to tamper with

- 2} -
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equal ftarianism. The{r view g that, granted the;'e i{s the difference
in ability and experlence. this dlfferem:c can-be made up in the
form of & system of special revards lnstltut.ed fn accordance with
the émount of time consumed for work. Special prizes may be awsrded
to the more sdvanced workers. “Houeﬁgr in experlence this practice
as suggfstedols found to be veryodifﬂcult to carry cut. At the
same time, {f some ‘workers :&‘{ouid }?e nore meritorious In their work
and more improved in t.hea{r aptness as undoubted thex;e “would 1be, then
their pay would have to be raised. But If they should be pramoted
from the min'lmum wagecgroup to the mC;xim;l group, su’ch a rise would
‘seem unreasonable. Therefore suitable additional diovlslonos between .
the higher and lover vage limits still cannot be dispensed .with.
But the number of ¢ivistens should. not be too ma;lg', and they should
be s6 désioned that they will be able to stimulate the ambition of

. the workers for higher positiens.” This s not écual!tar!anim:
The experience of Soviet Russia in respect to wage nz‘qanizatlﬂn
alsco. proved thst this met.hod is a better one in stimulatinc per-
formance. ,They have already affirmed its ;oun@nessnin thgory.

Aftér the system of wage payment by duty {s drafted, the
figures involved should be 't.horoug!';ly; ;:alculated. "In this ﬁy .
the totél emount of wages under thi{s system wilol not be at variance
with the planned wage sppropristions and the characteristics Dof
the BVefage wages set out in the nationel plan. As to the meth&ds
used for calculation of the figures involved, the different enter-
prises which have been reforming their wage systems ;ave 8lready
scquired s grest desl of experience. We will nottv go into this matter
further.

After the wages for the different leveles of duties are
determined, they cen be i{ncorporated into the table of personnel

orpanizaticn of the enterprises. Then this table will be presented

-~
-y -
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to the superior authority o.t: the guiding organi{zation for approval.
Then the new wage system can be put {nto practice in that particular

Enterprlse. {The table'of'personnel organization of en enterprlsé

o

is shown in Table.II below.) . .

s}

TABLE 11 . :
PERSCNNEL ORGANIZATION TABLE CCMPILED BY ‘THE SECTION
ON LABOR WAGES OF INDUSTRIAL ENTERPRISING FACTORIES
ADMINISTRATION OFFICE .

o} o

El

Name of Dut fes - Scope of  Number of Vages Remarks
duty " workers accord ing to )
° o " ) duty (yuan) -
Head of ®&-section ) 1 - 12h
Assistant head of a sectlion 1 112

Head for production quota
zst imating omitted ° - 1 . 108 engineer

Clerks for production : . .

quots estimating. , ’ 3 8s
Chief econamic officer for T ; ' economic en-
wage payment 1 10 gineer

Economic clerks for
2. 7c

wage psyment
Chief for labor planning 1 95 higher tech~
nical worker
Statistical clerks . 1 70
Clerks ‘ 1 55
Tetal 12

Note: In this table the fixed level of wages according to

the kind of duties performed takes Into consideration the existing

- 23 -
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conditions of the working caires. Therefore, nc maxiawm and sinimum
wvege limits mre given here. In the period plsnned the standar:

1aid down in this table is to be carried out without variatien.

IV. Thorough Fulfillment of the Duty-Performance Wage System

To carry out thoroughly the kind of wage system according to
duty performed, the following methods cen be adopted.

(1) An ideologlicel mobilization must first be worked out

o

thordughly. The kind of wages paid to the workers according to

o o

dutles performec °~ Jirectly connected uit.h the perscnal Interests

of all the technical and the ndmin!stmtive persennel. On this

o

account, before this new vage systen is to be put iInto preactice
“in an enterprlse, it !s necessary to educate the wnrkm*s well for

it ideologi;ally. On the basis of cx‘perience of all those enter-

[«] o o

prises tiat have alresdy made use of this dutf-perfongaqceo vage

csstem, t.e ensuing sorts of Ideological obstructions might be en-

o o

countered on the way to the fulflllment of this new wage system in

the other enterprises. The obstructions will occur ns follcws.

o0 o 0o o

On t.he part of the directing personnel or the hlgher cchelon
in the mar ‘gement. (a) They are nfraid that the scnt.iment of the
workers concerned night. be hurt when this new wnge system should be
introduced. (b) Tohey are afraid that after the dirfere;tnkinds of

(]

vege levels mre well set for the different’ kinds of workers, It will
beceme & rijld and hidebounod rule, and afterwards, {f there should
be » time vhen the work in m:. unit i{s too much for the existing
per.onnel - cope with, they would be unable to (zlwultch“\;orkcrl frm
the unit ‘'ust above or below their own to thc!r“ help., (c) They
take the ex-‘stlngo orr .-nlzatlonnug. mechanism as t; be too lmperfect
for the practice of this new wage system, The division of labor

among the fferent kinds of dutles {s not clear-cut and the arcas

- 2L -
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o 2]
)
o

of responsibility overlap, The quality of the working cadres is
sti{l]l below par. For all these reasons the conc;itlons for the
practice of the new duty-perfon?nnce wage systen do; not yet exist,
On the part of the personnel as a whole. (a) They are
afraid that their present i‘especti:le dut {es might be ;hanged for
some other lines which ere not‘rf:mllinr toothe:. (b)" They are
afraid that their wages might be reduced on mccount of this new °
system. (c) They will consider those duties for which the wage
payment is raised as "soft,"” and people who § have them are just
drewing their pay in "hot mo;sey." They will feel that they are not
gétt!ng'a fair deal, and their heartj v:.rllcl not be in their own work.
(d) Or, they may be satisfied with the duties they have ﬁov' but.“
they are not sstisfied with pecple who are holding the same kind

°

of duty snd drawing the same emount of pay. .

¥hen all these i{deologlical prablex;s are to be solved con=
cretely, exi. Lénaf%ions must be macie for those points which are
entirely ovt of sccord with the purpose of the duty-performance
wage syster. 'Be‘sides this, the superior charact.erlst.ics; of this
new syster .ust be stressed and publicized. The thought of
equaliﬁt.rln- ism must be attacked. Then the technical and admini-
strative p: rsomnel must be encouﬁged to hm@g and raise the
standard of their resgpective professions and techniques. They must
be un;!e to realizz that they d\guld vhn\.le better qualificaticns for
more important but more difficult duties. |

In this connection 8 discussion of the conditions under which
the wage system according to duties_'perfmed can be worked out is
called for. Those who con;lder the existing carﬁitig\; to be not
quite good enough for t.h; praétlce of this system only see that
the fulfillment ‘'of this new plan will require a”mu:h better organ-

izational mechanism and a much clemrer“scope and definition of
- 25 -
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responsibility in each nind of duty. But they fail to see that
the practice of the duty-performance wage system will strengthen
the mechanism of organization and vill make the confines of the
responsibil{ty under each duty much more definite. Right now the
mechanimm of organization in many enterprises Is not strong and
rigid. Nor {s ine division of labor of the different grade of
vorkers in these enterprises very clear. These are indeed the
celd facts., Yet such facts are not unalterable. By putting into
effect the duty-performance wage system, the enterprises can be
urged to strengthen their organizational mechanism. And the scope
of responsibility under each duty will be more clearly defined
under this new wage sysf.eu. Thus on the one hand favorable condi-
tions will be created for the realization of the wage system sccord-
ing to duties performed. On the other hand the organization of
the enterprises will be made stronger &nd clearer with respect to
the extent of responsibility belonging to each kind of duty. Thus
the division of labor smong the different kinds of duties will

o o

beccme all the more distinct. All in all this may reslly be sald
to have killed two birds with qnly oone stene. As to the fact that
the ﬁullity of working cadres 1s rellt.ivaely poor, it is & universal
condition in the Industries througehout China.’ So far ac the degree
of technical dexterity of these ‘yomersu in concerned, and this
dexterity {s so much in demand {n industry, most of the core workers
in most of the enterprises of China are just "like the sight of »
flickering lemp being placed on a prominent light stanl."™ They

do not measure up to the demand of their duties. The Important
question is to learn and to learn more. And the duty-performance

wvage system {s just the thing which will give the workers the

st imulus to push shead. The experience of the Chung Chang "ailroa:

- 2% -
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o

has wvell proved this point. The duty-performance wage system was
Introduced into being on that raflroad in 1950, end the result .
was excellent., Can we u; now t}ut u;ae work oef the technical and
the ldmlnistutio\!e workers on_this railroad 5 y“:" ago was much
better than that of many of the core uorkoe;s in many of the other
enterprisges tod?jr'f (bviously we cannot say that. (Hhat 1s shown

L]

from this railroad is very convinc i:\g. ‘g\erefore ‘it cennot be
emphatically said that present cgqndit.ims are°not sultable for the
employment ocf the duﬁy—perfo;mance vage, systém. . That favorable
conditions should be positively creat.ed as a preparat.ory step to
the pmctlce of this new wage systun is on abso;.:\t.e neccssity.

(2) A combination of the facts that t.he organizational
mechanism should be properly adjusted and the syst.em the right man -
for the right responsibility should be strengthened. To have the .
definite personnel organized for the. suitable kinds of work and to
define clearly and ‘definitely the limits of the duties of these A
dlfférent kirds of Qork are, as mentioned t;efote, the x_najbr pnemiscs
for the reslization of the system of vage‘p'nynent according to the
kind of duty performed. - '

At the time when the mechanisa of the organization {s to
be strengthened snd the body of personnel is to be nade def.lnrit.e'
end assigned to suitable duties, the jobs of the coﬂ:.' vorkérs can-
be carefully Investigated and be properly adjusted acéording to
individual cases. If and vhen in the duties for which relatively
higher wages are being paid some of the workers are discovered to
be below the required standard In qualification or skill, then
their status should be readjusted. For without further adjustment
they cannot do their best work. Or, if smme of the workers who are

known to have excellent ability but are placed in relatively low

- 27 -
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paid jobs, they should be promoted at once. These such misplace-
ments are like scumre pegs placed {n round heles, vhich will hinder
the duty-performance wage systenm.

(3) Decide the wage payment for each technical and admini-
strative worker concretely. In regard to the metheds to be used
here to determine the wages of the individual workers, reference
can be made to the measures taken Hy different enterprises in the
past when they reformed the then existing wage system. These
peasures will not be dealt with here,

As to the conditions on which such wages are to be dgtemined,
they have alrezady been discuqsed before, That is, full considers~
tion should be glven to t.l-xe'abllity, experience, years of work in
enterprises, and educational attainments of the Individual. ‘Besides,
there are still 2 more probiems to be taken up here.

1. There is the problem of the so-cilled "morals.®” "Morals"
sre a politicel quality or character. It is the attitude or
willingness to serve the people. In the past, during the reforming
the wage system, or when wages were to be readjusted at the tlme,
there was always the emphasis on the principle of "morals."” It was
sald that morals and talent must be both cmmplete in @ person. Now,
when the duty-performance wage system {s put {nto effect, will _thls
same principle be stressed too? In mgir_d to this problem, there
preveil two views. One is that there {s no necessity to emphasize
this principle at all, becausec when the core workers are attached
to certain kinds of dutjes there has glready been consf{deration glven
to the factor of morals, All those core workers who are placed in
important positions are in general comparatively good in thelr
politicsl qualities. Of course there are cuses {n which some of

the cadre workers who are not so good In their pollitical qualities

- 28 -
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sre also placed in responsible poaltions becsuse of their greater
professional ability. However such & case {s definitely due to
the fact that a core worker of this sort is completely qualified
to step Into the Job given him. Whatever duty he is qualified tn
sgsume, that level of wage payment will be due to him. If thst
duty Is beyond him, {t {s naturally kept for him, and of course
there will be no consideration for that level of wage payment for
him. Another opinfon {s that this problem of "nom_ls-" needs to

: vbe cmsidezj‘ed. It needs to be considered, becamuse the gystem of
wage payment according to duty, does not mean one kind of wage level
for one duty. Even if the dutles are identical, there may well
be differences in the payments to the workers. FExperience has
prove:d that people with high working abilfty but poar poiitical
character In many instances are iikely to commit grave errors and
do great damage to the interests of revolution. OCnly when the
factor of working mbiiity and the socialistic lsbor attitude are
cerrectly cenbined can there bé good laber. Because of this,
"moralst have a declsive bearing on the cmgrlbutlon of a core ~
vorker to his countryj and to his soclety. Therefore, when the wages
of B worker is being specifically appraised. the principle that
that particular worker “should have both the morsls and the talent”
must always be kept in view., The present writer has the opinion
that this latter view is mccurate. The former school of thought
is swerficial. In reality these two schools of thought can be
combined to strike 8 happy medium, that is, the wages which a worker
will drew will depend upon the kind of duty he is going to perfomm,
Yet, when the level of this payment {s to be detcmined, the prin-
ciple of the morael character and the talent of a8 perscn must go

hand in hand as & controlling factor in thias decision. With this
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principle in view the specific condition of the worker in questicn
will be taker up. His wages will be determined on & suitable level
somevhere between the maximum and the minimur limits for the wage
range oféthnt specific kind of duty. : >
2. when‘the wages of the technical perscnnel are to be

appraised, will this appraisal follow the standard of that partlcular'
klna of technical w§rk? In the present wage system of most of the
enterprises the wage payment of a technical worker {s not f{gured

out on the basis of the kind of work he does, but on his technical

o

'abllity (the technical standard of that particular field is used
as the measurement of his technical abilfity), end on his political
character. , Now when the duty-performance uagegsystem is put Into
practice, and the wages are.determined by the kind of duty a worker
takes o;: then Hifl the technical standsrd still be the declisive '
;factor for this determination?

The past experience obtalnfd in the appraisal of wages for
the technical perssnnel made it clear th;t the technicalistandard
of the technicians had its definite effect on appraising the tech-
nical ability of chh of such workers. However, when the wage level
vas going to be determined, it was often not deternined uAder the
1ight of some specific technical dutycof the enterprise concerned.
Therefore there was such unreasonableness that the wage payment to
those vho had a ﬁirectlng hand in,tﬁe enterprise's management was
even lower than that received by one who was under their dlrection.
This phenomenon proves that if only techn{calrnbillty but not the
kind of duty to be performed is taken iInto consideration in
determining the wage level the result Is not reasonable. The pre-
sent writer believes thaut when the duty-performance system of wage
payment is put Inte practice the imporiant thing is to have the

b ,
wages deternined sccording to dutles carried outf%ﬁé vorkers.
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Yet the ides of the technlcal standard used in the past for wage

determination can still be preserved, for its preservation will
exercise the following effects.

(n) It can make the work of the personnel more in cone
formity with reallty; This {s because when the technical
standard {s recoqnized, the rank or grade of a partigular worker
can reveal his technical aptitude ms demanded by the kind of duty
he {5 to p.erfom. For i;lstlnce, when the technicsl personnel of
{fndustry are to be definftely organfzgg for vork, it can be
definitely ruled that engineers or technical workers beginning
from a certain grade may do some kind of special Industrial
work in addition to their main work. In this way the planr for
allotting cores vorker for certain jobs and the method of cultivating
such workers for more {mportant dutfes can be grestly improved.

(b) when the wage problem of each worker is being con-
cretely assessed, this assessment can be used as 8 reference for
the determination of wages between the maximum and the minimum
levels set for the same kind of duty.

(c) It can indicate the direction to which the endeavors
of the i:echnical personnel can turmn for an elevation of the level
of their techn!éal knowledge.

However, in order to make the general standard of technicai
requirements have all these desirable effects, the existing standard
adopted to cIasal;l‘y and organize the p;-esent technicel personnel
must be improved. The way of organizing t.ecrmlc%‘al vorkers snd
assigning them to proper duties was not uccording to the nature
of the work {n relation %o their aptitude. Division of 1lshor
wvas nede with reference tc the nature of the duties in question.

The technicel workers were organized for work only on & general hasis,
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These conc it JSt be changed. From n~v on vork must de groupe:

together mccording to its mature and charscter, and suitable wvorners
must be assigned to it on this hasis. (With respect to this prohie=
wore will follow in the ensuing paragrsphs.)

(L) Enactment of strict rules for the classification and
organization of personnel. On the ground of the procedures set
up by the guiding organization concermned, the wages of the workers
ina plént are determined sccording to the duties they are going
té perform.‘ Then this wage scale, together with a table of all
the personnel < ¢ the enterprise, is to be presented to the guidinag
achninistraﬁive ~rgnn!zat!on for approval. then this spproval is
secured by the enterprise, the personnel will be In different

J

classification as set out in the table. Their wvages will be paid

according to this new scale. Thus this taﬁle of personnel for the
. : . ’
_enterprlse (including the uageoscale set up on the basis of the

dut?‘~s to be perfc-med), after be!ng approved by the guiding organ-

o

ization, becomes an enactment for that'enterprise to follou. With-

o

out th2 approval of this superior organization °no one {n that

o ©
o

enterprise could i{ncrease or reduce one member on the personnel.

o ©

Nor c»uld one ra{se‘the _Qage payment of sny person above the maxi-
Aum o Ioﬁer.it below the minimum llmoit as laid down in this system.
In order to assure that the st.agdards set forth: ;n the table of
versonnel of an enterprise wili be executed to the last detafl, it
{s desirable t- ‘ay down some rules toward this end. This will
be gc~. for the ge-eral business in that enterprise.

(5) F--blems that may arise on the wav to the execut{-n ~f
the du -perfomence wage system and theuir selut {ons. Some enter-

prises already nave put {nto practice’the system of wage payment

sccording to the cuties of the workers. In s» far as their expericnce

- 37 -
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{s concermned, there nre some causes vhich muy give rise to 8 fev
problems, VThese causes»scmetimes ceane from the defect of assigning
the core workers to unsuitable dut.ies because of the lack of
adequate planning. Sometimes they vere there for the reas.n that
there vas no t.ho"ough investigation into the technicai ept {tude

of the core vorkers, and s0 it was not. certain that t.heir ability
would he equel to the dmands of t,heir duties. And of course
there are difficultles all the tine in the work itself. Because
nf all these causes there are some problems as lndlcated by past

experience In the Dractlce of this duty-perfomsnce nge system.

The irportent ones sre po!nted out as follows:
1. Some of the individunl dutles are specific in nature.
They may not be 1isted in the ‘table of wages paid acmrdinq to duty
~as cnmpiled and dlstribut.ed by the gu!ding ovganlzat fon to the indi-
‘vidual enterprlses. when such a condition arises it will be up to
the ind.vidual enter'pr{s'e concerned to decide the wages of these
specla vorkers accarding to the nature of the work in cowpnr!son
wit! e'n{lar jobs under the standard of the new wage systenm. These
speci~. wages determined by the enterprl se hovever must be submi{tted
to chz 1ilding organizat.ion concerned fer apprpval.
., In some uﬁ!ts of the enterp;ises there are only assistant
_heads f .« the direct fon and guidance of the work of such units.
They do not have chiefs. Under such c!rcmst.'an;:es the sssistants
Bre really assuming t.he respons!billty of chiefs. Because of this
the pay of such asﬂstants after the lapse of 3 months nsy be
appraised and raised to the level.Pf the pay of chiefs. However,
{f therafter t.?ere shouid be sppointed regular chiefs to such units,
theﬁ the wage p;syngnts of those assistant chiefs will have to be

degraded to their former level where they belong':. In this way

ol
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and only in this vay the principle of wages paid according to duty
can be vorked out, The pay of the acting chiefs can also be |
trested {n the same manner, ' o

3. In the case of & small enterprise, becsuse ft {s operated
on a mall scale, it will be néccssary to combine some of {ts
duties Into one unit and haﬁe them taken care of by a single person.
Under such circumstances the-cmbtnstinn of dutles ss.v‘crs of an . |
incresse of the scope of work nhd the addition of responsihility
for that person. Therefore, when a tablé of wage scalle- for utll
the workers of this p!rtfiicular enterprise {s to be compiled for
internal use, the upperglhnlt of the wage level for that cmblﬁed .
duty can be revised further upward {n a suitable wéy.‘s The guxdu{g
organization concerned can ;ct on the basis of ﬁhiﬁ worker's con=-
current dutlies to boost h!;: wage level by a dert.ain all’éwa.ﬁle
percentage. The mamnagement of the ;ntcrpriseocan ta_}'te. the initiative
in doing this on the approval of the gu"’idingo organ!miidn. '

l.. Becsuse ofLsome speclfolc reasons or becaqée_. of some

Q

practical dtf‘f!cult"ics. thr;sé cort: vox:ker‘i who have been the nfs-
fits on their jobs are inc;pable" c;f being reallocated to same other
positions, and the sorry situmtion cannot be readjusted, at least
not right sway. This kind f;f cmditlonu obtains in either of 2 foras,
One is that the standard of lptitj\nodc of the core workers (s low.

The present duty istwo big for them. Yet for the time being no
other suitable personnel can be loceted to ta_ke their place. The
vay to desl with this predicament will be to allow them to drag on
in such jobs temporarily, but their wage payment will be reduced
somevhat below the level of their grade as allowed under the duty-
performance wvace system. At the same time opportunity should be

provided for them to do more learning. If and vhen their technics!

-3 -
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ability is sufficiently improved that they can stand up to the
- requirement of their professional dutlies in the future, there will

be 8 reappraisal of their wages according to their performance under

the new uagé system.
Another reason for this kind of condition ’s that the standard
of technical eptitude of the core workers is relatively higher than

o

thelr duty would require of them. Foﬁnerly the kind of wages they

o

earned was alsothigher. o%hé§ gre really quaI{};eq for higher
positions. They are giants in 8 smell niche. -Thé only justiflcation
is that their present duty requires such technical knowledgé as-they
"hgve, and temporarily no one caﬁuﬁe found: to substitute for them.
In reg;rd to such & §ondition. feference can be made to the Soviet
Russian experiencgdin the “éspecially st ipulated uageé“ method.
Under this method = special individual wage may be détermined for -
such a specisl worker.’ However this special wage is peid éﬁly to
such a ﬁérson'onvsuch é speciél dupy.during,suéh a special time.
Horéoyer this special'uége must also be vpproved by the guiding
superior organization;l_Therefcre the guiding-organiiat!on should
set up a 1imit for this kind of special Individual treatzent and
also make ii plain that ceftéin definite procedures w§u1q be ‘
required before such an approval could bevaccofded.
5. The original vage level for a jab'vaé relatively too
high. The neﬁ system of-wugé.plynent according torduty wiil
lower this level and hence reducg the income of the workers. Under
such circunstancqs. ﬁhe princlple ofvthe nev wage §ystem. that is.
pay as the duty justiflies, should be insisted upon for‘practiqe.
The former wage level cnqut be continued. Of course itis allow-
able to give some sttention to this previous wege level when the

acturl wages are to be decided on in respect to the principles of
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the new system. For Instance the highest vage level unler the ol
wage system muy even be adopted {~r the new system, lut this highest
level under the old system must not he allowed to exceed the 1limit
set forth by the new system under which wages sre paid sccordinc

to duties perfomed. If sone weges drawn by the .~rkers under the
old system were above the higher limit of the new system. that
excessive part should be reduced on the basis of the present rules
concerning the retention or recapturing of cxcessive wages.

The problems tcgether with thelr solut{ons brought out above
are based only on the experience of those enterprises that have
already adopted the duty-perfomence wage system. They arc good
only for practical asdmini{stration.

Generally when the duty-perfommance wege system (s going teo
be carried out there will be many practical problems. These problems
nmust be attended to end handled adroitly in line with the spirit of
the concrete situation. At the same time the principles will not
be sacrificed. The tendency toward retaining the previous wage
level of the old system on the pretext that the kind of work to
be done is different from the ordinary must bs prevented, so that
the limit stipulated under the new system of waar pavment will
not be passed agein. All equalitarianistic thoucht must be resisted.
Even the mention of such thought must be opposed. Only in this

way can the new wage system be assured of fulfillment.

V. A Few Problems in the Conversion of the Present Wage Systenm

for Technical Personnel, to the New Duty-Performance Wage System

Technical personne)l smong &l the technicul and edministra.
tive personnel of Industrial enterprises occupy the main important
position. The duties discharged by them are comparatively more

important an! more compl{cated. In this regard. when the present

-
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wvage system s to be converted Into the new duty-perfomance system,
the main point of emphasis should be centered around the wages of
the technics! perscnnel in relation to their dutles.

The present wage system practised by the different enter-
prises are not the seame. For thls reason vhen tlie new wage
svstem is to be effected. there should be dffferent kinds of measures
devised to cope with this situation. Here onlv a few genera!l
problems will be dfscussed in this respect. These problems are
the problem of the titles of the duties of technical personnel,
the technical stendard required of the technical personnel, and
the wages problen for the foreman.

(1) The problem of duty titles of the technical personnel.
Under the present wage system the titles of duties of the technical
personnel are divided into engineers, technicians, special technical
workers, and assistant technical workers. (In the northeastern
regiens, the engineers themselves are further divided fnto chiief
engineers, engineers, vice engineers. and assistent engineers.)
A generel classgification method as such {s not cspable of sat{sfw-
ing the need for the fulfillment of the new system of wage payments
according to duty performed. The title of eaci. kind of duty must
be {ndicative of the nsture of that duty in 8 general way. This
point was dealt with previously. What is being stressed here are
the kinds of duties that would fall into the field of technicsl
personnel. This question has a vital besring on the wage level to
be fixed for & given duty. It has a vitasl bearing, because the
technicsl personnel have san {mportant effect on production. Their
wages are comparatively higher than that of the aversge sdministra-
tive functionary. (This point is bormne ot in Table I. In the

columns of classification of personnel and their wage relstionships.)

- 317 -
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Because of this, it is very necessary to decide which kinds of duty
will belong to the technical personnel.

Conceming this problem, there has been 3 lot of controversy.
But fundsmentally there sre two kinds of views.

1. Some pesple consider that vwork covering project-meking.
industriel technique. technial examination of things. work concern-
ing mot ive power, chemicel anglysis. and production organiging must
be taken up only by graduates {rom an engineering or technical
school (the so-called technologically educated). or by core workers
who have been promoted {rom the rank and file of the experfenced
daily workers. These }jobs can be regarded as technical duties.

The titles of these Jjobs can go to the technicsl personnel. And
the wages to be given belong to this technicel group.

2. Another school of thought ls that since we are learning
from Soviet Russie about the division of labor in Industrial
admintstration. 8nd since scme mechenism is esteblished for detailed
specinlization intec different detailed occupaticns. we must alsc
copy the Soviet Rusgssian experience in the classificetion of all kinds
of dutfes. Besides the different kinds of duties mentioned under
the first school of thcught. others such as the task of the super-
intendent of the factory, chief of the working roem, foreman,
planner, or the task of making arrangements for the general opers-
tion of the enterprise, the task for safety measures, supplies,
sales, determining of wage scales, quota estimating, technical train-
ing program, etc. all these belong to the technical field too.

Those who pursue such tasks, be they engineering school gradustes
or plain workers promcted from the ra2nk end file of the daily
laborers! group, are entitled to the name of technical personnel

and are qualififed for wages pertaining thereto.

- 8.
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These two kinds of opinions have never been unified {n all
these ysars. 3So In practical work two kinds of conditions came to
nhotice. In enterprises where the first view predominates, only
those wvhe are given duties which are consgidered technical {n nature
by this school of thought are properly called the technical personnel
and hence are paicd accordingly. However in the second kind of enter~
prises where the second school of thought is the guiding principle
(and such enterprises are largely set up sccording to the Soviet
Russian pattern or are directly under the directfon of the Russian
experts), the tems engineer, technician, etc are brosdly applied
to people vhe are given a large variety of duties. For instance
there are the safety engineers. quota estimating engineers, sales
exanining engineers, etc.

During the period of large scale nationsl reconstruction.
the shifting of the core workers frca one job to another or fram
one enterprise to another is a frequent occurrence. Thus when
technicel personnel of the latter kind of ehterprlse are transferred
to wort at the former kind of plant as discussed above. there will
arise the problem of his title and hence his wage payment. So there
is the name of "vhite cap technical personnel” for these transferred
people. That is to say, these peocple are called engineers and
technicians by name, but i{n reality they are not engineering school
graduates at all. They are not even the experienced and accomplished
technical men who have been hand picked from the renk end file of
the common laborers. Therefore the kind of wage rates allowed to
the sn-called "™white cap" engineers and techniciens are frequently
scmewhat lower then those received by the regular engineers snd
technicians (graduates from engineering schools or experienced
technical men picked from emong the commen leborers). In some

enterprises these "white cap" technical workers arc still considered
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a. administrative functiocnaries. And sctheir wvasges are fixed on
this basis. This condition bears its influence on the sentiment
of such core workers to a certain extent. It also {nfluences the
expedient assignment of core worke‘rs for duties. Furthermore it
presents difficultics_tb the work planners and to those who vork
on statistical records. (Fer e:@mple {n the ptje.scnt. blenk forms
‘used for planning‘and statisticn; pufposeq.ﬁhérclisslf!catlon of
personnel {s based on thé‘experiencé éf Soviet ﬁgssia; But, in
order to show the distinction of the abcme- kinds of téchn?cnl
peirr 21, a8 special itenm cannét'yutrbe-édded to these:forns as
follewst "Among the technical personhell, the nuuber of ‘those \th!o
have the title of engineering technlca'i'-vbrke!"s.")" _l

In = word, this condition is g'bgntradiction'betueen the
g@vanced'experienée of Soviet Russis end the o1d traditional
practice of China.. In the old Chinese Soc!éty _t.hé greatest number
of enterprises of China have indepéndgnt dépé;‘tments in their
management organization. such as the department of perscnnel
the department of:general nffairs,.ﬁhe department of finance.
‘the department of marketing, etc';" A‘Besidgs thése,_ ull ﬁhe other
things concerning production and technicel antters'a#é lumped
together under the name of dgp;rtnent qulndustrial vork. - In
this department, in addition to the duties'gf production organi-
zation and technical management, there are concentrated the work
of planning, srranging for a Qenerni run of productfon processer,
safety measures, supplles, quotl—ilklng. labor orglniz!ng; ete.
Thereforz those who are working in th!s department are justiffably
called technical personnsl vithout any hesltntlon,' After the libera
ation the enterprises began to reform and establ{shed their admini-

strative system of dividing the country into di{fferent production

- L0 -
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organizations were get up for the purpose of carrving out the
specislization of technical proceéges.under the system of the
division of labor. But on the other h@nﬁ ihe technical workers
vére concéntrated on1y ln'tﬁe few functlcnalifigids of productive
duties as défined by the'firét'school of though discussed Qbove.‘
This was done becsuse there was & lack of technical in China. It
was also because thereiwas no c}eaf.understandldg of the extent

of the duty or responsiblllty%bf thesé_newly establiéhed organiza-
tions. People were ignorant"of'thejr nature andlﬂhelr effect.
That the technicel workers were éoncentrated in.a few functional
prﬁ&uctive fields was also because ﬁﬁere wgs g general desire to
keep theﬁ in a few units of an enterprise instesd of having them
d{ffused throughéut ali the units. (vhen the conditions pemitted
this vas rightl;,}__done.) In result. the first schosl of thought
‘s esphasized. As io‘the dutles defiﬁed by the second ﬁypa of
thought. they were taken up by the nontechnical or perhaps even by
t zchnical but not technically trained personnel. Horeover at that
tlme the conditions for employing the new system of wage payment

- cording to duty were not favorab}e._ Hence the Hages paid to

nose who perfbrmed the dutie# of the gecond'typg of thought were
";e{ded on the standard of.ﬁngc igvél for administrative vorkers.
Therefore a kind of impression yas.crza;ed"that the second type of
duties were beyond the pale of éechnology.

However the expericnce of Soviet Russia and the practice

of our entcrpr!ses in these fev years have.mesde it nhundantly |
clear that thcose core wnrkers v;o gook up the second type of duties
slso had to have certgln anount of theoretical knowledge of technical

things. Many of those who did the plenning or the quota estimating
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work during all these years have already learned a great deal about
technical subjects. In general they are quite qualified for their
Jobs now. This is sn undeniable fact. All this belongs to one
aspect of the story. The other aspect i{s that whether or not each
wind of duty really belongs to the technical field {s to be decided
upcn the nature of that duty itself. Since the praétlce of the new
wage system, that is, the duty-performance s'y'stem, is to copy the
Soviet Russian advanced experience. and since the Rusgsian experience
in the classification 6:‘ fndustrisl personnel has a;mady indicated
vhich are the technical duties for the tecmical';;er'sonnﬁ and which
not. we can therefore not consider those dut‘{e:s‘ now being

by the "nonengineering school gradustes" as nontechnical. To stocp

to adopt the old way of classifying .the different kinds ‘of duties

would producz an {naccurate appraisal of the wage level asccording

to the standard of the duties performed. It would not be in harmony
with the principle of paying recompense according to the kind of

labor spent. In that case the assignment of céré workers for dutles
and the plan for cultivating such core workers hereafter will certainly
be sffected.

Because of this, the present writer Jdecms it fitting to
classify the kinds of duties by their nature. Then the wage payment
can be fixed on this basis. On the other hand, consideration
should not be given to whether the rerson performing this duty is
a graduate of mn engineering school or is & seasoned and experi{enced
wvortman reised from the company of the common workers. Old habits
and ideas that mre not conducive to the real development of produc.
tion should be discarded. At least these old habits and i{“eas
should be modified in the proccsses of the fulf{llment of the

duty-performance wage system. And from the fcreg_\olng analysis nf
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the latter type of views on the kinds of duties. it {s seen that

these former ldeas and practices can be well aodified without
hurting anything.

Naturaelly we cannot take over the Soviet Russian experience
bodily and impose it by force on China's industrial system. Ve
cannot apply the term "engineer® té the title of all kinds of duties.
The essence of the problem is to have an accurate determination of
the wage level for work prosecutad. And any kind of title given to
the work itself is really immaterial. This writer is of the opinion
that some kind of caompromise in the titles can be worked out. titles
that will fit in with the conditions of China and titles that can
be conveniently accepted by China's workers in the enterprises. For
instance in some enterprises such & method can be adopted, that {s.
in the nemes of the kinds of duties the titles for "~engineers" and
"technicians" can be left out. Besides the titles for those who
direct the general'operatlon of the enterprise, all the other names
for the workers of all kinds of duties can have the general term,
"yuan®" (or functionaries). The word yuan Itself doés not specify
sny rank nor give any special connotation in any sense except that
it refers to & person who has some lind of & function. Thus there
are the functionaries for planning, the functionaries for making
arrangements for production work within the plant, the functionaries
for msking up work projects, and the functionaries for examining the
equirment and fixtures, etc. However in making up an organizational
table for the different kinds of duties, if a certain duty cannot
be performed by one vho is not technically trained to the extent
of an engineer. then & special notation should be made to this effect.
Then the wage level for this job will be equivalent to that of an
engineer (Table II). This method is comparatively more suitable to

- kL3 -
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the lowest grade are more than that received by the head of an
administrative division or the chiefl of 8 working roa). Obviously
this {s not & rcasonable situtation. This phcnomeron clesrly {ndi-
cates that the present standard for technical vork i{s cut cof gear
with the development of production. More than this, duringc the
recent years, because we have learned the Soviet Russian experience
of teaching methcds, because we have adopted the saxme sublect
natter as taught in Soviet Russlan schocls., and because we heve
stressed the ccmbination of theory with practice the standard of
technical theory and practical ability of the students of the
secondary and higher technical schonls has been greatly improved.
Yet the present standard for technical work inthe enterpriscs has
as yet not caught up with the spirit of the new development. And
so it has limited the positive effort and {niti{ative of the gradustes
of the secondary and the higher technical schools to u certain
extent In production. In this regard the unreasonable conditions
discussed are an ind{cation of being out of Jnint with the educa-
tional conditions in the technical schools. Premier Chou En-lal

in his report "Concerning the Problems of the Intellectua]! ¥lements,"
also pointed out this kind of unresscnable condition existinc in
the system of grading.

In Scviet Pussia, one who graduates in engineering from s
university is given the title of engineer. He vhe finighes his
courses ir a hicher technical school (which has the rank of a
college), becomes a technical worker of the higher rank. Saccndary
technicsl scheol gradustes are celled technicel woriers, and are

glven Jobg of & technlcal nature. In the Russian wage systew, in
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which wages are determined asccording to the kind of dutles perfommed,

{t {s ruled that in duties of the ssme nature the wage level for
the engineers is higher than that for the other kinds of technical
workers. This kind of system enables B college graduate sfter a
brief period of pructical experience to be sssigned to some inde-
pendent duty in a certain respect as the guidirg lesder in technical
work over other workmen. This not only fits in with the demands of
expanding production but at the ssme time {t also exercises a
tremendous i{nfluence on the desire of the core workers to strive
for more advanced achievements. The system alsc {nfluences the
program of cultivating specialists for technical duties. Althcugh
at present the quality of personnel turned out from China's technical
schools is not on the same level as the quality of vorkers from
Soviet Russian schools, stiil it is not by any means Incomparsble
to thelrs. Therefore, when using the duty-perfomance wage system,
sone suitable modification of the present standards for technical
Jobs and a system of promotion s really necessary.

The standard of technical perscnnel for technical dutles
should doveteil i{nto the classificat{on of the workers under the
duty-performance wage system. This standard should also be relied
upon to bring out the kind of technical knowledge and the degree of
apt {tude necessarv for the different kinds of dutles. then 8
standard of this kind {s to be set up for the nev wage system the
following sspects of the problem must be tsken into account.

1. The duties of the technical personnel can be divided
into several broad groups asccording to the similarity of their
nature. For instance the technicnl personnel in machine manufactur-
ing can be divided into the groups of planning work, project making,

fndustrial technicue, production management, scientific research, etc.

- L6 -
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be more detsiled (see Table I). But no separate standard {s devised

for esch kind of duty. Because wvhen the wages of the technical
workers gre to be declded, the decision is mainly made on the busis
of the kinds of duties they sssume. The standard of technlcsl
knowledge {s used for rcference for determining the difference in
wage levels for each and every technical worker. In the meantime
because of the specific nature of technical worit. the standard for
thelr technical knowledge cannot be very concretely set anyway.
It would be very difficult to establish s technical standard for
eagch duty.

2. The responsibility of edch and every duty is not the
same in scope nor {s it complicated to the seme degree. Therefore
there i{s st{ll the need to distinguish the different kinds of duties
for the engineers, for the techniclians, and for the common technical
workers. And each duty cen be divided into a certsin number of
grades according to its requirement in terms of technical knowledge
in theory and dexterity in degree. Nevertheless the grade of the
technical personnel should not be based on the number of years of
practical experience. (The mmber of years of practical work in
factory can be used as only one of the factors in reference.)
The way of grading the technical workers should be decided on the
basis of the kKind of duty one has and of the kind of educational
background one haes had.

3. V¥hen the relationship between the title of the duty and
one's own educational backgroun. is to be determined, Soviet Russian
experience should be edopted and Chinats sttaimment in the field of

technical education during these few years should hbe consicered,
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(3) The wage problem of the foreman. The wage system now
used in most of the enterprises today was adopted before 1952. At
that time there was not the system of dividing production work into
sections. Therefore {n the wage system therc vas no special rule
for establishing the wage level for the foreman of each section.
Thus now {n these enterprises the wages of the foremen are the same
us the wages of the ordinary workers. Like the wege leve]l for the
common wWorkers. the wages for the labor overseers are to be determined
according to the technical dexterity of these overseers Iin relation
tothe grades of the dally workers, which in turn are decided upon
the technical standard of these workers. However in some¢ of the
enterprises the overseers of labor are given a special subsidy
detemined on the basis of their regular wages plus the conditiocns
of the working section they supervise, the extent of thelr respon-
sibility. the conditions of their work, etc. (This is called "“the
labor overseer!s subsidy.")

This kind of a system has already outlived its suitability
in relation to the development of production. Its unsuitable condi-
tions are expressed In the following respects.

1. The foremen is the one who bears camplete responsibiiity
for the entire werking sectfon. The merits and demerits in the
work of this man has a vital relationship to the ability or in-
ability of that section in carrying out the production plan, and to
the economic result of its work. Whether one may loox at the work
of the foreman from the standpoint of responsibility or from the
standpoint of its effect on the whole enterprise in question, it is
far more i{mportant than the work of an ordinary experienced common
laborer. However under the present system the wage level for the

fereman cannot reflect this important sspect of his work.

= alw
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2. During recent years same enterprises have adopted the

system of paying the workers for the number of products put out.

As a result the share that went to the experienced and dexterous
vorkers {requently far exceeded’ the standard vage level established
by the muthorities. Thus this created 8 kind unressonadle relastion
betwzen the wages of the experienced ordinary worker and the foremen.

3. In those very important sections of work in product!on
somet imes englineers would be rzeded to be the foreman Thus in this
situstion the wages of the fcr man who is an engineer and the wages
of & foreman who is promoted fraom the ranks of the experienéed
workers will be as different as cheese and chalk. Here sgain will
be the unreasoneble relationship between t.!-ies_,e two kinds of wages.

L. Some of the working sections InApro&uctlon are compara-
tively lérge«.- in scele. The nature of their function is comparatively
more {mportsat. There mre engineers and techniclans working in them
too. 1In this case there will mlso be an unressonsble relationship
between the wages cof the foreman and those piaced under his super-
vision. The vnge level of the forrman will be below that of the
sngineer. ' '

Al! these mmagonﬁble conditions arc hindrances Lo the
prorotion of an experienced common leborer to foreman or the
a-pointment f an 'engin‘qer to that position. They also indicate
the fact that t%e dctemimtion of the wage level for the foreman
In the whole vesac system is epart from the principle that reward
be glven accoriing tu *he kind of labor put into the work. At the
present time the factors, especia:ly the newly established one are
fitted with cor licate’ equipmen.. The progress in production
~a-gtently requires that the fcoreman be the person vho should have

a Migher level of ter! ..cal knowledpge. For this reason it (s

R Y .
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necesssry to raise the wages of the foreman or even to have some

special ruling for dct‘:eminlng his wage. The principle governing
this nmatter will seem to be falr If {t {s laid down as follows.
Since the nature of duty of the foreman belongs Lo the realm of

the duty. of a tecﬁn!cal_ worﬁer. the wage payment of his should
then be ﬁ!mer .th.an that of an experienced daily worker., It should
bé enthe sane uag;a level of an engineer of the medium group, or it

should be the same 8s the wnge payment of a technician.

V1. Conaclusion

For the personnel in Chinese enterprises, personnel for
guiding and dirceting the work of production. for technicsl worw,
and for administrative functions, the duty-performance wage system
will graduaslly c . introduc;ad. . However practical experience in
thig respect is ;till scanty. The foregoing pamgrai:hs are merely
proposals made *y this vxlitér.- They have bezen mede by cembining
the materialc ¢'~ened from studying Soviet Russisn books concerning
the duty-perfornsice wage system. and the practical experience of
some of the Chir ._se enterprises that have alresdy embarked on this
new wage system. These proposals are also vieved fran the sf.and-
point of the provlems existing in many of the enterprises in China
today. JImmature as they are they are merely set down here for the

reference of our comrades. Cori*e_ctiona are velcome.

* 3 %
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